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ABSTRACT 
This thesis examines Return On Investment (ROI) of the 
newly developed Marine for Life (M4L) Program that assists 
discharged Marines in finding civilian employment.  
Additionally, the thesis analyzes the determinants of M4L 
Program participation using data from the M4L Program 
actual registered Marines and data from the USMC Total 
Force Data Warehouse during the same time frame.  The ROI 
analysis found that the M4L Program had a ROI of (154%) in 
2004 and (202%) in 2005; however, analysis of ROI does 
include all costs and omits some of the non-quantifiable 
benefits of the programs, which may bias the results.  If 
these benefits were quantifiable, the ROI would be much 
higher.  Logistic regression results indicate that program 
participation is positively affected by being female, a 
minority, and ages 24-31, having two years of college or a 
master’s degree, and separating after the first-term of 
service.  The results show a negative effect on 
participation for ages 32-39, non-high school degree 
graduate, and combat arms occupations.  Recommendations 
include greater focus on encouraging M4L participation by 
Marines who are younger, and in their first-term of 
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Marines, there are many significant challenges as 
we enter Fiscal Year 2001 (FY2001).  None are 
more significant than the retention of our 
enlisted Marines.  We must be absolutely certain 
every measure is taken to keep our finest.  
Although we have enjoyed recent success in 
meeting end strength, the battle to accomplish 
retention goals continues.   In Fy-01, every 
leader must become personally involved with 
nurturing the professional and personal 
expectation of junior Marines. 
 
                             ALMAR 034/00 
                     General J. L. Jones 
                             Commandant of the Marine Corps 
                 12 September 2000  
 
A. OVERVIEW 
The Commandant’s guidance, “every leader must become 
personally involved with nurturing the professional and 
personal expectations of junior Marines,” is reflected in 
the Marine for Life Program.  The Marine Corps has followed 
the Commandant’s guidance and enabled leaders to take care 
of our own, even after junior Marines have left active 
service honorably, through the establishment of the Marine 
for Life Program.      
B. BACKGROUND 
Every year, according to the Standard Operating 
Procedures of Marine for Life Program, an average of 27,000 
Marines honorably leave active duty service and most of 
them will rely on state and federal funded unemployment 
services to assist their transition back to civilian life.  
The costs of these services are eventually transferred back 
to the Marine Corps and paid from the yearly unemployment 
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budget.  In 2001 the Marine Corps created the Marine for 
Life Program in order to provide sponsorship for the 
Marines who honorably leave active service each year. The 
program utilizes Marine Reservists as “Hometown Links,” 
located in approximately 100 cities nationwide. They 
provide assistance to Transitioning Marines (TM) in all 
geographical areas (Standard Operating Procedures).  The 
Marine for Life Program reduces unemployment costs.  It 
also  
continues to build, develop and nurture a 
nationwide web-based network that captures the 
names and information of transitioning Marines, 
Reserve Marines, retirees, and other Veteran 
Marines, Marine Corps affiliated organizations, 
associations, and volunteer groups, and Marine 
friendly employers and other useful connections 
in hometown communities across the country.  The 
end result will be a nationwide Marine and 
Marine-friendly network available to all Marines 
honorably leaving active service (Standard 
Operating Procedures).    
A Business Case Analysis of the Marine for Life 
Program in relation to the return on investment of reduced 
unemployment cost (paid to the Department of Labor) is 
needed to evaluate the effectiveness of this program.  The 
analyses conducted in this thesis will assist the Marine 
Corps in evaluating the program’s problem participation 
areas and enhancing areas of special need and influence.  A 
logistic regression model identifies the characteristics of 
those who have enrolled in and utilized the program 
compared with those who have not enrolled from the time of 
inception.  The regression analysis aids in determining 
what influences participation.  This study is intended to 
help focus efforts to increase participation on those 
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Marines who have not yet benefited, increase return on 
investment, and increase overall success of the program.    
1. Marine for Life Program  
In recent years, the unemployment cost of separating 
Marines has greatly increased.  The Marine for Life Program 
was established to alleviate these unemployment costs, 
primarily by soliciting jobs from local employers for both 
United States Marines who are discharged honorably, to 
include injured and disabled Marines.  The program goal is 
to assist Marines in quickly establishing another career 
versus going on unemployment and collecting benefits.  The 
Marine for Life Program attempts to enhance the flow of 
information between transitioning Marines and the civilian 
labor market.   
With the help of successful and creative Marine 
veterans and reservists, a network of local companies and 
employers has been established throughout the United 
States.  Marine Reservists work as “Hometown Links” to 
develop and maintain the program as they assemble network 
resources and sponsors.  This has assisted Marines’ 
successful transition back to the civilian workforce. The 
flow of information is a means to establish network 
capability and provide relevance and useful information.  
The direct return to the Marine Corps lies in reducing the 
time Marines collect unemployment benefits.   
C. MARINE FOR LIFE MISSION  
The program’s mission is to “provide sponsorship for 
our Marines who honorably leave active service and return 
to civilian life in order to nurture and sustain the 
positive, mutually beneficial relationships inherent in our 
ethos” of “Once A Marine, Always A Marine.”  The goal of 
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the program is to “ensure that no Marine who honorably wore 
the Eagle, Globe, & Anchor is lost to the Marine Corps 
Family (Standard Operating Procedures).”  Transitioning 
from the military is a major life change, and is highly 
stressful for Marines and their families.  The Marine for 
Life Program enables a Marine to find answers to questions 
about housing, health, insurance, food, and job security.  
Additionally, reducing unemployment cost and taking care of 
“our own” promotes esprit de corps, and augments the 
nation’s civilian workforce.  Consequently, the development 
of the Marine for Life Program has gathered support in and 
out of the military. 
D.  STRATEGIC NETWORK 
The program has developed strategic partnerships with 
over 2,000 local employers, and 142 national and multi-
national corporations.  Over 1,100 mentors are available to 
assist Marines toward a new career.  Marketing activities 
consist of 1,000 new job listings per month (M4L) from 
corporations such as General Electric, Microsoft, Home 
Depot, Toyota, and the United Postal Service.  The Marine 
for Life Program’s web page helps Marines participate in 
online discussions with employers, former Marines, and 
business executives.  On-line visitor services can uncover 
hidden job opportunities by networking with other former 
Marines, which can provide valuable mentoring and coaching 
(Swisher).  According to Major Dysart, “Last year we had 
more than 20,000 Marines log on to Marine for Life, and a 
survey concluded the majority of them were searching for 
employment (Dysart).”  According to the Standard Operating 
Procedures (SOP), after a Marine is registered he/she is 
required to provide Headquarters Marine Corps (HQMC) and 
(M4L) with information on his/her off duty employment and 
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education (Standard Operating Procedures).  Injured Marines 
generally receive priority in the program and are given top 
priority for jobs and assistance. 
 Employers are able to post jobs on the current web 
sites at no cost, with some positions earmarked for 
disabled Marines jobs stay active for up to 90 days. 
According to a survey conducted at Camp Lejeune and Camp 
Pendleton, 19 percent of employers attached to the web site 
have hired Marines through the Marine for Life Program.  
The employers can receive feedback on how many views their 
job posting has received.  Employers also receive unlimited 
resume searches by rank, education, military specialty, 
desired work location, security clearance, and desired 
industry.  Moreover, email alerts are set up for both 
employer and Marine to be notified when specific resume 
profiles and job postings are matched to their specifically 
saved criteria (M4L).   
Career Retention Specialists (CRS) initiate contact 
with Marines within their unit who are separating, and meet 
face to face to discuss Marine for Life Program services.  
The Transition Assistance Program (TAP) conducts classes 
for exiting Marines and provides information placement on 
the M4L.  Most importantly, after a Marine registers for 
the program, a Hometown Link (HTL) contacts him or her and 
begins to assist in meeting his or her needs.  “The 
Hometown Link is the backbone of the M4L (Standard 
Operating Procedures).”   
In 2005, the Marine for Life Program’s human resources 
assisted over 4,500 Marines in starting a new career 
(Swisher).  This caused cost savings in unemployment 
benefits for the Marine Corps of perhaps $36 million in 
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2005.  For example, if a corporal left the Marine Corps and 
collected unemployment benefits in Ohio, he would receive 
$310.00 per week, or about $8,060.00 over the standard 26 
weeks allowable (Swisher).  If the 4,500 assisted Marines 
had collected unemployment for the maximum of 26 weeks, it 
could have cost the Marine Corps an additional $36 million 
dollars (4,500 x $8,060.00).  Finally, the Marine for Life 
Standing Operating Procedures (SOP) states, “The investment 
we make in helping to ensure a successful transition will 
not only thank a Marine for a job well done, but will 
provide the following additional benefits: 
• Expands our ethos across future generations by 
ensuring that Marines who have honorably worn the 
Eagle, Globe, and Anchor are provided the 
opportunity to remain affiliated with the Marine 
Corps in a transition support role; 
• Harnesses the civilian skills, business contacts, 
and personal and professional networks of veteran 
Marines into a self-perpetuating resource for 
sponsoring transitioning Marines, recruiting 
future generations, and promoting the Marine 
Corps as an institution; and  
• Helps focus the efforts of Marine affiliated 
organizations, veterans, and professional 
associations in an assistance role. 
 
E. RESEARCH QUESTIONS 
This thesis seeks to determine the effectiveness of 
the program in reducing unemployment costs.  Secondly, it 
tries to determine what demographics and personal 
characteristics contribute to a transitioning Marine 
enrolling in the Marine for Life Program, such as gender, 
age, education, and home of record.  More specifically, the 
thesis attempts to answer the following primary and 
secondary research questions.   
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1. Primary Questions 
a. What are the characteristics of those who 
register for the program and those who do not? 
b. What are the most important influences on 
participation? 
      
2. Secondary Questions 
a. What are the costs and benefits of the Marine for 
Life Program (M4L)? 
b. What is the impact of the program on Marine 
Corps’ unemployment expenses paid to the 
Department of Labor (Return on Investment)? 
It is perceived that this study will enable the Marine for 
Life program leaders and planners to better evaluate, 
focus, and develop the program.  
F. DATA ANALYSIS 
Data used to determine criteria, costs, and benefits 
were obtained from the Marine for Life Program (M4L) and 
Total Force Data Warehouse (TFDW).  The data used for 
statistical analysis were collected from the Marine for 
Life Program and the Total Force Data Warehouse.  The 
Marine for Life Program’s registered data were collected 
and compared to the Total Force Data Warehouse during the 
same timeframe, February 2004–May 2006, to develop a SAS 
data set detailing those exiting Marines who enrolled and 
who did not enroll.  The data set contains a total of 
69,915 observations, 44,299 Marines not registered and 
25,618 registered for the M4L Program.  Only Marines with 
complete data were analyzed, which resulted in 60,185 
usable observations. 
A logistic regression model was then formulated to 
answer the primary research questions about the 
determinants of program participation.  The multiple 
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logistic regression models were then estimated using SAS 
software. 
G. LIMITATIONS 
There are certain limitations to this study.  The 
Marine for Life Program is relatively new.  Therefore, 
there is not yet much experience as a basis from which to 
assess whether or not the success of the program is 
causally related to the sudden drop in unemployment cost 
from 2004 to 2005; we cannot yet be sure.  Many other 
programs are in place to assist Marines in their 
transition, such as Transition Assistance Program (TAP). 
The Transition Assistance Program has goals similar to 
those of the Marine for Life Program; however, the programs 
themselves do not interact with one another.  For example, 
TAP does not solicit employers or provide support outside 
the military.  TAP is a program within the Marine Corps and 
M4L is a program that is focused on producing results 
outside of the military.  Both programs are designed to 
serve exiting Marines and provide them with tools and 
assistance for success outside of the military. 
The true or total social costs of the program and the 
added social benefits as a whole are not completely 
measurable.  It was necessary to make assumptions about 
both the costs and the benefits of the program.  
Additionally, the program focuses on honorably discharged 
Marines; but others may easily slip through the cracks and 
be aided by the website.  The data set contains all who 
have registered and were discharged, and the findings 
encompass all honorable discharges recorded within the time 
frame.   
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In addition to Marine Corps programs, there are 
civilian programs that also help exiting Marines to find 
employment.  These may account for some of the successes 
that Marines have had in finding civilian work, rather than 
the Marine for Life Program. 
H.  SELECTION BIAS 
The thesis may be subject to some selection bias.  For 
example, a Marine may be enrolled who already has a job or 
is enrolled in school in order to collect educational 
benefits.  A Marine may not be enrolled because he or she 
already has a job and/or is going to school.  The 
enrollment numbers may reflect those people who are in 
immediate need of a job.  Finally, Marines may not be 
enrolled simply because they are not informed and too young 
to think ahead (perhaps counting on their parents to 
support them again while they figure things out).     
I. ORGANIZATION OF STUDY 
Chapter I.  Introduction. Explains the overview, 
background, research questions, data analysis, limitations, 
and outlines the thesis structure.  
Chapter II.  Background and Literature Review.  
Chapter II reviews related studies on veteran’s employment.  
The literature review is conducted in order to analyze the 
history, programs, and polices towards veterans and their 
relationship to the Marine for Life Program. 
Chapter III.  Data and Methodology. The third chapter 
describes the logistic regression approach designed to 
answer some of the research questions stated in Chapter I.   
It also includes descriptive statistics and bivariate 
analysis.  A preliminary statistical analysis was conducted 
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and the results are portrayed in Chapter IV, Tables 2, 3, 
4, and 5.  
Chapter IV.  Data Analysis.  The results of the data 
analysis are presented in Chapter IV, which describes the 
explanatory variables in relation to the dependant 
variable, enrolled or not enrolled.  The results are 
divided into four categories of characteristics (personal, 
education, geographic, and career).   
Chapter V.  Return On Investment Analysis. A Cost-
Benefit analysis calculating the return on investment of 
the Marine for Life Program for the Marine Corps is 
displayed in Chapter V.  Cost, benefits, and Budgetary 
Returns are outlined and discussed.  
Chapter VI.  Conclusions and Recommendations.   
Chapter VI summarizes the results of the logit regression 
model and analysis of the data in regard to the primary and 
secondary research questions.  A summary of the Business 
Case Analysis and return on investment is presented. 
Finally, limitations, and recommendations for future 
research are discussed. 
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II. BACKGROUND AND LITERATURE REVIEW 
A. BACKGROUND 
The first part of Chapter II is intended to outline 
the history of veterans’ employment and current policies 
and procedures within this context.  Most importantly, it 
focuses on a detailed review of published reports relating 
to actions needed to improve the accountability of 
individual states, implementation of reforms, and 
employment services available to veterans.  The information 
contained in this chapter directly relates to the mission 
and focus of the Marine for Life Program and its goal of 
finding jobs for our honorably discharged Marines. 
The second part of Chapter II is intended to review 
previous studies and literature on the effects of veteran 
status on unemployment.  It summarizes studies of the role 
of veterans in the labor force after major conflicts.  The 
information reviewed directly relates to earnings and pin 
points different explanatory variables which aid in the 
transition back to civilian life.   
1. Veterans Employment  
A veteran is naturally (defined) as a service member 
with completed active service in the armed forces, and who 
has been honorably discharged.  “Employed” is commonly 
defined as having a job.  A job is a paid occupation and 
usually includes a contract between two parties.  
Unemployment is a situation in which people who are willing 
and able to work cannot find employment. An unemployment 
benefit is the financial assistance provided to those 
seeking work, but who can not find a suitable job. 
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According to the Bureau of labor Statistics, “Veterans 
of the U.S. Armed Forces were less likely to be unemployed 
than nonveterans in August 2003 (Bureau of Labor 
Statistics).”  A military veteran of the United States 
Armed Forces had a lower unemployment rate (4.5%) than a 
nonveteran (5.9%) and a greater chance of employment. 
However, recently discharged veterans had an increased 
jobless rate of 6.9 percent and veterans with service 
connected disabilities had a jobless rate of 9 percent 
(Bureau of Labor Statistics, 2003).  Also, female veterans 
had a higher unemployment rate (8.2%) for ages 25 to 34 
than for nonveterans.  Likewise, male veterans between the 
ages of 45 and 54 years old had a higher jobless rate 
(5.4%) than nonveterans (3.6%), which may reflect military 
retirees looking for and having difficulty finding a second 
career without any seniority (Bureau of Labor Statistics, 
2003).   
Race and occupation may be other factors affecting 
veteran unemployment rates.  White and Hispanic veterans 
remained close in unemployment rate, but Black veterans’ 
unemployment rate (4.8%) was much lower than Black 
nonveterans’ (11.3%).  Male veterans were employed 90 
percent of the time in four major occupational categories 
(management, production, sales, construction, and 
maintenance).  Females, both veterans and nonveterans, were 
only employed 75 percent of the time in two of the major 
occupational categories (management and sales) (Bureau of 
Labor Statistics, 2003).       
As of August 2003, according to Bureau of labor 
Statistics, there were 23.7 million veterans in the 
civilian population.   Most “served during World War II, 
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the Korean War, or the Vietnam era (Bureau of Labor 
Statistics, 2003).”  The average age of all veterans is 
increasingly high.  In 2003, the Bureau of Labor Statistics 
reports the following: 
Accordingly, 62 percent of all veterans were at 
least 55 years old and nearly 40 percent were 65 
years old or over.  Only about 1 percent of all 
veterans were under the age of 25.  About 8.6 
million veterans served during other service 
periods, which include the periods between World 
War II, the Korean War, and the Vietnam era, as 
well as the period from the end of the Vietnam 
era in May 1975 to the present.  The majority of 
all veterans, 87 percent, were white, 10 percent 
were black, 1 percent were Asian, and 5 percent 
were Hispanic or Latino ethnicity.  Six percent 
of all veterans (1.4 million) were women (Bureau 
of Labor Statistics, 2003).    
The Bureau of Labor Statistics report shows service-
connected disabled veterans make up about 9 percent (2.2 
million) of the total population of veterans.  About 21 
percent of disabled veterans report a disabled rating of 60 
percent or higher. “Only one-third of disabled veterans of 
World War II, the Korean War, and the Vietnam era were in 
the labor force in August 2003 (Bureau of Labor Statistics, 
2003).”   
Between January 2001 and August 2003, 450,000 veterans 
were discharged from active service (13% were women, 12% 
were blacks, and 9 % were Hispanics) (Bureau of Labor 
Statistics, 2003).  “The labor force participation rate for 
recently discharged veterans was 89%, and their 
unemployment rate was 6.9 percent (Bureau of Labor 
Statistics, 2003).”  Of these recently discharged veterans, 
20 percent had a service-connected disability and 60 
percent had a disability rating over 30 percent, as 
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compared to 40 percent between 1991 and 2000 (Bureau of 
Labor Statistics, 2003).   
2. History of Veterans Act 
The Secretary of Labor shall enter into a contract 
with an appropriate organization or entity to study and 
quantify the economic benefit to the United States 
attributable to the provision of employment and training 
services-under Chapter 41 of Title 38, United States Code, 
in assisting veterans to attain long-term, sustained 
employment (Report, JVA, 2002).  Therefore, on January 19, 
1999, the Honorable Bob Filner, ranking Member of the 
Subcommittee on Benefits, introduced H.R. 364, to provide 
for a Veterans’ Employment and Training Bill of Rights, to 
strengthen preference for veterans in hiring, and for other 
purposes (Report, JVA, 2002). On June 27, 2000, the 
Honorable Jack Quinn, Chairman, and the Honorable Bob 
Filner, introduced H.R. 4765, the 21st Century Veterans 
Employment and Training Act, to amend title 38, United 
States Code, to improve employment and training (Report, 
JVA, 2002).  On March 20, 2002, the Honorable Mike Simpson, 
Chairman of the Subcommittee on Benefits, introduced H.R. 
4015, which amends title 38, United States Code, to revise 
and improve employment, training, and employment (Report, 
JVA, 2002). On May 2, 2002, the Subcommittee on Benefits 
met and unanimously ordered H.R. 4015, as amended, reported 
favorably to the full committee (Report, JVA, 2002).  On 
May 9, 2002, the full Committee met and ordered H.R. 4015, 
as amended, reported favorably to the House by unanimous 
voice vote (Report, JVA, 2002).   
3. Current Programs and Policies 
While political and government agencies are realizing 
the benefits of employing veterans, many agencies are being 
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studied to determine if current policies and procedures are 
being accurately followed and enforced.  In December 2005, 
The United States Government Accounting Office (GAO) 
submitted its report entitled, Veterans’ Employment and 
Training Service: Labor Actions Needed to Improve 
Accountability and Help States Implement Reforms to 
Veterans’ Employment Services, to congressional committees. 
The purpose of the General Accounting Office study and 
objectives is as follows: 
Roughly 700,000 veterans have been unemployed in 
recent months, a figure that could swell 
considerably  with the anticipated increase in 
the number of people leaving active duty. 
Congress passed the Jobs for Veterans Act in 2002 
to improve employment and training services for 
veterans and to encourage employers to hire them. 
As mandated by law, GAO reviewed progress to date 
in its implementation, including the development 
of new staff roles and responsibilities, 
performance accountability system, incentive 
awards, and priority of service to veterans.  GAO 
examined (1) implementation status of the key 
provisions and associated challenges, 2) what is 
known about services and outcomes since the law’s 
enactment and (3) changes in program 
accountability (Nilsen, 2005).   
4. GAO Findings 
The GAO found that the Department of Labor (DOL) has 
implemented most of the Provisions of the Jobs for Veterans 
Act (JVA)1 within the first 2 years of enactment (Nilsen, 
2005).  These findings are highly important for measuring 
                     1 Prior to JVA, title 38 provided that there was to be one DVOP for 
each 7,400 veterans in a state and prescribed 11 functions the DVOP 
staff to carry out in providing services to eligible veterans.  
Similarly, prior to JVA, Title 38 provided that in any fiscal year 
funding should be available for 1,600 full-time LVER staff and 
prescribed how those LVER staff were to be allocated to the states and 
assigned to local employment service offices. In addition, Title 38 
prescribed 13 functions to be preformed by the LVER staff (Nilsen, 
2005).  
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the success of the new JVA.  The Act is considered a 
valuable means for improving (tool in measuring) the well-
being and wellness of veterans (Americans taking care of 
the protectors of the United States).  The General 
Accounting Office found that some states failed to fully 
implement in major areas, such as service priority to 
veterans and specially designed training programs for 
veterans.  Other problem areas included lack of 
measurements, accountability of contractors and no 
incentive awards programs established for the workforce.  
Some of the negative findings were due to state laws or 
polices, which preclude some of the changes.   
State directors credit the new JVA with improving the 
quality of employment services to veterans.  A survey 
revealed that the compassion of local employers and 
willingness to hire veterans are vital factors affecting 
veterans’ employment.  Almost 50 percent of state directors 
reported the new JVA monitoring program had increased local 
accountability.  However, the GAO study found a lack of 
coordination among labor agencies, which weakened 
accountability within the JVA program.  Finally, the lack 
of a follow-on strategy for making improvements based on 
new information has lessened the success of the JVA 
(Nilsen, 2005).    
5.  Recommendations of the GAO Study 
The GAO recommended the following:  
GAO is recommending that the Department of Labor 
provide clear guidance that would integrate 
veterans’ staff into the one-stops, ensure 
priority of service for veterans among all 
programs, and foster state use of incentives. GAO 
is also recommending that Labor’s  program 
offices coordinate their oversight regarding JVA 
provisions, and that Labor use monitoring results 
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to develop program improvements.  Finally, GAO 
recommends that Labor establish effective methods 
for enforcing federal contractor requirements.  
Labor agreed with these recommendations (Nilsen, 
2005). 
6.  Critique Model and Data 
The JVA continually assists in improving current labor 
programs for veterans, which are developed and monitored by 
the Veterans’ Employment and Training Service (VETS).  Both 
the Disabled Veterans’ Outreach Program and the Local 
Veterans’ Employment representative Program (LVER) programs 
fall under VETS.  These programs help JVA to expand their 
focus and require the labor department to train agencies to 
give top priority to veterans.  They also engage in a 
national campaign to promote hiring veterans for federal 
job openings.  The authors of the study obtained their 
information through two Web-based surveys.  The GAO 
surveyed the state directors of veterans’ employment and 
training.  A second survey was sent to state workforce 
administrators in all 50 states and District of Columbia 
(Nilsen, 2005).  The study validated the survey instruments 
but failed to verify the information received from the 
workforce.  The study also gathered data from numerous site 
visits to state workforce agencies and local employment 
centers within the 50 states and through state-level 
interviews with VETS directors and staff.  Additionally, 
data were received from training classes in Denver, 
Colorado.  All work on the study was conducted in 
accordance with generally accepted auditing standards 
between January 2005 and November 2005 (Nilsen, 2005).  
Each of the surveys was pre-tested in three states to 
ensure the surveys were clear and complete (Nilsen, 2005).  
The survey pre-test could have limited the results and may 
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have been too predictable to the researchers and 
participants, resulting in errors.  
According to the GAO’s research, the need for veteran 
programs is clear and concise.  The study directly related 
to the problems and concerns of veterans and showed that by 
questioning a few important people, the wheels of 
accountability within an organization begin to expedite 
success.  The study, by just sending a survey and 
interviewing directors, has improved the workforce for our 
veterans.  
B. LITERATURE REVIEW 
1.  Civilian Labor Force Earnings 
Prior studies of veterans in the civilian labor force 
were very often conducted after major conflicts and many 
were only concerned with veterans earnings rather than 
their unemployment situations, training, or programs 
assisting veterans.  Furthermore, very few dealt with 
programs helping to aid in the transition of veterans to 
the civilian labor force.  According to Steven Petroff, his 
master’s thesis “analyzes the effect of military service on 
the civilian earnings of veterans (Petroff).”  He utilized 
data from the 1992 Reserve Components Survey, which 
indicated; 
A small negative effect of veterans status on 
both male and female veterans’ earnings.  When 
examined separately by branch of service, male 
Army veterans suffered earnings penalties, male 
Navy veterans experienced no earnings 
differentials, and male Air Force and Marine 
Corps veterans received earnings premiums.  
Female Navy veterans suffered earnings penalties, 
with no differentials noted for female veterans 
of the other branches… Veterans of all services, 
with the exception of the Army, benefited from 
having transferable military skills.  Length of 
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active duty service had no significant impact on 
veterans’ earnings (Petroff). 
The civilian labor force participation and earnings of 
veterans seem to fluctuate over different time periods.  A 
master’ thesis by Donald B. Nuckols Jr. reviewed the 
factors affecting post-service wage growth for veterans.  
He concludes that; 
Veterans status was found to have a negative 
effect on earnings in 1982, but had no effect on 
earnings in 1985.  The most important single 
factor affecting earnings in these two years was 
the local unemployment rate.  It was also 
discovered that the determinants of earnings in 
1982 differed significantly between civilians and 
veterans.  Earnings growth equations were 
estimated for the period 1982 until 1985. Veteran 
status was found to have a large positive effect 
on wage growth.   This effect disappears after 
approximately five years (Nuckols).  
Most importantly, the data revealed that “military 
experience had a negative short-term effect on the level of 
earnings, but exhibited a positive effect on earnings over 
longer periods of time (Nuckols).”   The time span over 
which this change occurred was about five years.  The 
earnings equation for 1982 showed that local unemployment 
levels affected earnings, because of the country’s 
recession.  The positive effects on earnings were due to 
age, gender (males), and marital status (married).  The 
negative effects were experienced by blacks and Hispanics 
compared to whites (Nuckols).   Finally, the 1985 earnings 
equation similarly revealed that local unemployment had a 
negative effect on earnings; however, being a veteran or 
Black and Hispanic was no longer a negative factor for 
earnings.  During this time males experienced a greater 
increase in earnings than females.  Additionally, the level 
20 
of education was also associated with increased earnings 
(Nuckols).     
2. Veterans Earnings 
In September, 1993, Barry T. Hirsch and Stephan L. 
Mehay conducted a research study that focused on the 
earnings of female veterans.  The study used three data 
sets and concluded “all three data sets indicate that 
female veterans posses a higher level of measured earnings 
endowments that do nonveterans (Hirsch).”  The study used 
the Current Population Surveys (CPS) for the civilian labor 
force to show that female veterans had a wage advantage.  
Moreover, the 1986 Reserve Components Surveys (RCS) and the 
1984 National Longitudinal Survey of Youth (NLSY) both 
showed a disadvantage.  “In both the RCS and CPS, veteran-
nonveteran wage differentials are more favorable among 
nonwhites than among whites, are higher among college 
graduates than among those with less schooling, and are 
similar among draft-era and AVF-era cohorts (Hirsch).”  All 
the evidence suggests that there is little support for 
military service providing work experience that is superior 
over the civilian labor market (Hirsch).  Veteran and 
nonveteran females with the same work force experience have 
similar earnings and this does change with age.  These 
findings suggest “the low civilian returns to military 
service may result in part from the narrow opportunities 
for skill enhancements given women within the military, 
military training that is nontransferable to civilian jobs, 
or an inability to transfer these skills to the civilian 
sector owing to occupational barriers to women in jobs 
utilizing these skills (Hirsch).”  The study further 
assumed that if this scenario is correct the opportunities 
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for women in the services may increase, which may produce 
enhanced civilian opportunities for female veterans.    
C.  CHAPTER SUMMARY 
The background section highlighted the significant 
characteristics affecting veterans’ employment within the 
current labor market.  Additionally, the background section 
provided valuable information on the success of the Jobs 
for Veterans’ Act and detailed problem areas for future 
attention.  The Government Accounting Office study enables 
program directors to obtain information from outside 
sources and plan for future success.   
The literature review section reviewed previous 
studies and literature on the effects on the earnings of 
veterans in the civilian labor force.  It summarizes the 
studies about veterans in the labor force after major 
conflicts.  The information reviewed is directly related to 
earnings and characteristics of veterans transitioning back 
to civilian life.  The topic of veterans’ earnings is very 
important and studies of veterans’ unemployment rates and 
transition assistance to veterans moving into the civilian 
labor force are extremely relevant to this thesis and an 
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III. DATA AND METHODOLOGY 
Chapter III describes the data and the samples used in 
the statistical analysis and presents basic descriptive 
statistics to identify useful information about factors 
influencing enrollment participation.  It includes 
information that the Marine for Life Program can utilize as 
a test for future assistance programs.  The Marine for Life 
Program is the first and only service program actually 
structured to take care of Marines after active service.  
Accordingly, the data analysis can help the Marine for Life 
Program find innovations in assisting Marines, and at the 
same time, reduce unemployment expenditures.     
A. DATA COLLECTION AND SAMPLE 
The major goal of this study is to analyze the 
demographics and other characteristics of those who have 
enrolled and those who have not enrolled in the Marine for 
Life Program.  This will aid in determining what influences 
program participation.  All the registration data of the 
Marine for Life Program members and the Total Force Data 
Warehouse (TFDW) were utilized in obtaining the relevant 
historical data.  All Marine for Life Program data, from 
the beginning of the program, were matched with data 
retrieved from the TFDW over the same time period.  This 
resulted in two data sets, one with discharged members who 
enrolled and one with discharged members who were not 
enrolled in the program.  
The first data set, Marine for Life Program Not 
Enrolled, contained observations for 44,299 Marines not 
enrolled.  The second data set, Marine for Life Program 
Enrolled, contained observations for 25,618 Marines who 
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enrolled.  Both data sets were combined into a working SAS 
data set, for use in the regression analysis.   
The data set was purged of duplicate observations and 
those with incorrect entries.  Usable observations totaled 
69,915 lines.  However, 9,730 observations had missing 
information (13.9%), leaving 60,185 observations available 
for use in the logit models.     
B. DEFINITION OF TERMS 
The following definitions and terms are offered to 
support analysis and maintain clarity and consistency.  
Career Retention Specialists are the first people to 
meet face to face with Transitioning Marines (TM). 
Department of Labor is a section of government that 
oversees the employment and unemployment figures of the 
United States. 
Enroll is defined as Marines who have left the service 
from 2004-2005 and were enrolled in the Marine for Life 
Program.  
Hometown Link (HTL) is a Marine Reservist assigned to 
a geographical area that assembles local Network Resources 
and sponsors Transitioning Marines (TM) returning to that 
area in order to smooth their transition to civilian life. 
Jobs for Veterans Act(JVA) is defined as Title 38 
which provided, that in any fiscal year, funding should be 
available for 1,600 full-time LVER staff and prescribed how 
those LVER staff were to be allocated to the states and 
assigned to local employment service offices. In addition, 
Title 38 prescribed 13 functions to be preformed by the 
LVER staff (Nilsen, 2005).  
25 
Marine for Life Program (M4L) is a newly created 
program to assist Marines and their families to transition 
out of service and back to civilian life, thus aiding in 
finding a job and a new career. 
Not Enroll is defined as Marines who have left the 
service in 2004-2005 and were NOT enrolled in the Marine 
for Life Program.  
Return on Investment is defined as dividing the social 
net benefits by the total costs of the program and 
multiplying by 100.   
Transitioning Marine is a Marine who is leaving active 
service honorably or retired and is within 180 days before 
and 90 days after Expiration of Active Service (EAS). 
C.  VARIABLES AND HYPOTHESIZED EFFECTS 
The combined data from the Marine for Life Program and 
Total Force Data Warehouse enabled the creation of the 
Marine for Life (M4L) data set.  The M4L data were used to 
create several dummy variables for analysis.  These binary 
variables and hypotheses about the relationship of each 
variable to program participation are described in Table 1.  
The dependent variable is ENROLL, which has a value of one 
if a Marine has separated from active service and enrolled 
in the Marine for Life Program from February 2004 to June 
2005.  A Marine who left during the same timeframe and did 
not register for the program has a value of zero. 
The expected signs for each variable are either a plus 
(+) for a positive effect compared to the base case or a 
negative (-) sign for a negative effect compared to the 
base case.  All the independent variables were separated 
into four different characteristics groups (personal, 
26 
education, geographic, and career) and a base case was 
identified for each subgroup of variables within the 
characteristics group.  The base case characteristics 
associated with  each of the independent variables are: 
male, enlisted, white, with a GCT score less than 125, aged 
between 16-23, high school graduate, from New England 
states, working in a MOS of combat service support, not 
prior enlisted, and separated under MBK1 (vol/rel 
completion of active service).  
1.  Personal Characteristics 
The base case for gender is a male and the female 
variable is expected to be (+) because most females who 
served in the Marines have a very high expectation to 
succeed and ability to excel in the civilian sector.  I 
believe that female Marines have a higher intelligence 
level and are more career or goal minded than males, which 
enable them to focus on their careers and will increase 
their enrollment percentage more than males.  The base case 
for rank is enlisted.  The officer variable is expected to 
be (-) because all officers are required to have a four 
year degree and are expected to be aggressively looking for 
a  career in the same training field which would relate to 
their service job or degree rather than going to school.  
They may have the tools and ability to resource other 
specific civilian sectors and companies and not be as 
likely to enroll as much as an enlisted Marine.  The base 
case for race is white.  The minority variable is expected 
to be (+) because of the intestinal fortitude needed by 
minorities to succeed and find a career.  Minorities would 
be more likely to enroll than whites because whites may 
take success for granted and are more focused on schooling 
after the service than minorities.   
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The base case for age is AGECLASS1 (16-23).  Three of 
the age variables (AGECLASS2, AGECLASS3, AGECLASS4) are 
hypothesized as being (+) because Marines in these age 
groups are still young enough to establish a second career 
and may be too old to focus on schooling and need to 
provide for their families and therefore they are expected 
to increase their enrollment in the Marine for Life Program 
at a greater rate than AGECLASS1.  As for AGECLASS1, they 
may be leaving the service to focus on taking advantage of 
their earned educational benefits and not be planning to 
join the workforce at the time when they are discharged.  
Furthermore, AGECLASS1 may not have the information, 
knowledge or ability to understand what the Marine for Life 
Program is and what it can do for them.  AGECLASS5 (age 48-
55) is expected to be (-) compared to AGECLASS1 because of 
their completion of a full military career and ability to 
maintain a sizable income with their retirement.  He or she 
may have served for 30 years or more and may be receiving a 
sizable retirement.  Furthermore, increasing age may 
decrease chances of starting a new career and personal 
pride and decreased desire may keep them from starting at 
the bottom again and enrolling in the program. 
2.  Education Characteristics 
The base case for education level is high school 
degree graduate (HIGHSCHDG).  The NHSDG (non-high school 
degree graduate) variable is expected to be (-) because he 
or she may not have suitable skill, ability, or knowledge 
of the program, which would decrease their enrollment in 
the program when compared to the base case.  The variables 
TWOYRCOLLEGE, FOURYRCOLLEGE, and MASTERS are all expected 
to be (+) positive when compared to the base case because 
all these individuals have showed their ability and 
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intelligence to enhance their careers, which would increase 
their desire to enroll in the program. 
3.   Geographic Characteristics 
The base case for state abbreviations is DIVISION1 
(New England) and all variables (DIVISION2, DIVISION3, 
DIVISION4, DIVISION5, DIVISION6, DIVISION7, DIVISION8 
DIVISION9, and OTHERDIV) are expected to (+) when compared 
to the base case.  Other regions have a larger percentage 
of Marines and former Marines in the population and so the 
Marine for Life Program networks may be perceived as more 
useful to job seekers in these areas, compared with New 
England.  Also, discharged Marines in New England may be 
considering relocation to regions with greater job growth 
and postpone participation in the Marine for Life Program.   
4.  Career Characteristics 
The base case for GCT score is GCTSCORE less than 125 
and the GCTSCORE variable (greater than 125) is expected to 
be (-) because a higher GCT may lead to increased knowledge 
and career enhancement, while the Marine for Life Program 
may focus on the disadvantaged or less intelligent Marine.  
Additionally, they are less likely to feel they need the 
help of the Marine for Life program.  The base case for 
MOS’s is COMBATSERVSUPPORT and all the other occupation 
variables (COMBATARMS, COMBATSUPPORT, and OTHERMOS) are 
expected to be (-) because those Marines are more likely to 
be in the field and lack access to computers, which would 
make them less likely to enroll in the program than the 
base case.  The base case for separation codes is MBK1  
(completion of Required Active Service).  All other 
separation code variables are expected to be (+) when 
compared to the base case because it is assumed the base 
case code is the most commonly used code among Marines who 
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separate between the ages 16-23 and Marines who have other 
separation codes all have left under special circumstances, 
which could make them less confident about finding 
employment.  The base case for prior enlisted Marines is 
not prior enlisted and the PRIORENL variable is expected to 
be (+) because prior enlisted are more aggressive towards 
careers and they have shown their ability to enhance their 
career paths.  Furthermore, many prior enlisted officers 
are looking to support families because they already 
finished their degrees.  All variable are listed and 


















Table 1.   Variable Description, Hypothesized Effects on 
Enrollment, Base Cases and Type of Variable 
 
VARIABLES VARIABLE DESCRIPTION HYPOTHESIZED EFFECT TYPE
*ENROLL =1 if member is registered for the M4L program, =0 if not registered DEPENDANT VARIABLE BINARY
PERSONAL CHARACTERISTICS
FEMALE =1 if GENDER = F ( female), = 0 if male +     (male) BASE BINARY
OFFICER =1 if PRES_RANK =E1-E9, = 0 if Officer O1-O10(W1-W5) -    (enlisted) BASE BINARY
MINORITY =1 if WHITE = 0, = 0 if not +     (white) BASE BINARY
AGECLASS1 =1 if AGE is between 16-23, = 0 if not BASE BINARY
AGECLASS2 =1 if AGE is between 24-31, = 0 if not + BINARY
AGECLASS3 =1 if AGE is between 32-39, = 0 if not + BINARY
AGECLASS4 =1 if AGE is between 40-47, = 0 if not + BINARY
AGECLASS5 =1 if AGE is between 48-55, = 0 if not - BINARY
EDUCATION CHARACTERISTICS
NHSDG =1 if ED_LEVEL_CODE is 9, 10, or 11, =0 if not - BINARY
HIGHSCHLDG =1 if ED_LEVEL_CODE is 12, =0 if not BASE BINARY
TWOYRCOLLEGE =1 if ED_LEVEL_CODE is 13 or 14, =0 if not + BINARY
FOURYRCOLLEGE =1 if ED_LEVEL_CODE is 15, or 16, =0 if not + BINARY
MASTERS =1 if ED_LEVEL_CODE is 17 =0 if not + BINARY
GEOGRAPHIC CHARACTERISTICS
DIVISION1 =1 if STATE_ABBREVIATION  is New England, =0 if not BASE BINARY
DIVISION2 =1 if STATE_ABBREVIATION  is Middle Atlantic, =0 if not + BINARY
DIVISION3 =1 if STATE_ABBREVIATION  is East North Central, =0 if not + BINARY
DIVISION4 =1 if STATE_ABBREVIATION  is Midwest, =0 if not + BINARY
DIVISION5 =1 if STATE_ABBREVIATION  is South Atlantic, =0 if not + BINARY
DIVISION6 =1 if STATE_ABBREVIATION  is East South Central, =0 if not + BINARY
DIVISION7 =1 if STATE_ABBREVIATION  is West South Central, =0 if not + BINARY
DIVISION8 =1 if STATE_ABBREVIATION  is Mountain, =0 if not + BINARY
DIVISION9 =1 if STATE_ABBREVIATION  is Pacific, =0 if not + BINARY
OTHERDIV =1 if STATE_ABBREVIATION  is not in USA, =0 if not + BINARY
CAREER CHARACTERISTICS
GCTSCORE = 1 if GCT test score is greater > 125,  =0 if not -       (less than 125) BASE BINARY
COMBATARMS =1 if MOS is combat arms, =0 if not - BINARY
COMBATSUPPORT =1 if MOS is combat support, =0 if not - BINARY
COMBATSERVSUPPORT =1 if MOS is combat service support, =0 if not BASE BINARY
OTHERMOS =1 if MOS is not combat arms, support, or servsupport,=1 if not - BINARY
KHC1 =1 if SEP_DISCHARGE_CODE is KHC1,  = 0 if not + BINARY
KHC2 =1 if SEP_DISCHARGE_CODE is KHC2,  = 0 if not + BINARY
MBK1 =1 if SEP_DISCHARGE_CODE is MBK1,  = 0 if not BASE BINARY
MBK2 =1 if SEP_DISCHARGE_CODE is MBK2,  = 0 if not + BINARY
MBK3 =1 if SEP_DISCHARGE_CODE is MBK3,  = 0 if not + BINARY
MBK5 =1 if SEP_DISCHARGE_CODE is MBK5,  = 0 if not + BINARY
NBD1 =1 if SEP_DISCHARGE_CODE is NBD1,  = 0 if not + BINARY
MCF1 =1 if SEP_DISCHARGE_CODE is MCF1,  = 0 if not + BINARY
FGQ2 =1 if SEP_DISCHARGE_CODE is FGQ2,  = 0 if not + BINARY
KBK3 =1 if SEP_DISCHARGE_CODE is KBK3,  = 0 if not + BINARY
OTHERSEP =1 if SEP_DISCHARGE_CODE is other discharge codes,  = 0 if not + BINARY
PRIORENL =1 if PRES_RANK is O1E, O2E, O3E, W1-W5, =0 if not + (not prior enlist) BASE BINARY
* Dependant Variable ENROLL  
Source: Author. 
 
D. METHODOLOGY: REGRESSION ANALYSIS 
 The main research question: “What are the 
characteristics of those who register for the program and 
those who do not?” required the creation of a data set with 
individual information.  The second main question: “What 
are the most important influences on participation?” 
required estimation of a binary logistic model.  The pooled 
sample, which contained both enrolled and not enrolled 
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Marines, was organized in the following format. The 
dependant variable was ENROLL. The independent variables 
were: FEMALE, OFFICER, AGECLASS2, AGECLASS3, AGECLASS4, 
AGECLASS5, NHSDG, TWOYRCOLLEGE, FOURYRCOLLEGE, MASTERS, 
MINORITY, DIVISION2, DIVISION3, DIVISION4, DIVISION5, 
DIVISION6, DIVISION7, DIVISION8, DIVISION9, OTHERDIV, 
COMBATARMS, COMBATSUPPORT, OTHERMOS, KHC1, KHC2, MBK2, 
MBK3, MBK5, NBD1, MCF1, FGQ2, KBK3, OTHERSEP, GCTSCORE, and 
PRIORENL.2  
 
 Thus, the logit model specification was as follows:  
 
ENROLL= 0α  + 0β FEMALE + 1β OFFICER + 2β AGECLASS2 + 
3β AGECLASS3 + 4β AGECLASS4 + 5β AGECLASS5 + 6β NHSDG + 
7β TWOYRCOLLEGE + 8β FOURYRCOLLEGE + 9β MASTERS + 10β MINORITY 
+ 11β DIVISION2 + 12β DIVISION3 + 13β DIVISION4 + 14β DIVISION5 + 
15β DIVISION6 + 16β DIVISION7 + 17β DIVISION8 + 18β DIVISION9 + 
19β OTHERDIV + 20β COMBATARMS + 21β COMBATSUPPORT + 22β OTHERMOS 
+ 23β KHC1 + 24β KHC2 + 25β MBK2 + 26β MBK3 + 27β MBK5 + 28β NBD1  
+ 29β MCF1 + 30β FGQ2 + 31β KBK3 + 32β OTHERSEP + 33β GCTSCORE + 
34β PRIORENL. 
Logistic Regression is used in this study to estimate 
the probability of a Marine participating and enrolling as 
a member of the Marine for Life Program.   
P(enroll) = 1/1+ e− (B0X0 + B1X1 +. . . . BkXk) 
P represents the probability that a Marine enrolls in 
the Marine for Life Program and e is the base of the 
                     2 WHITE, ENLISTED, MALE, HIGHSCHDG, AGECLASS1, DIVISION1, 
COMBATSERVSUPPORT, MBK1, GTSCORE (below 125), and NOTPRIORENL were all 
specifically excluded to make them the base cases.  
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natural logarithm.  The X i ’s are the values of the 
explanatory variables and the iB ’s are the values for the 
estimated parameters of the model, and k is the total 
number of explanatory variables.  The Logistic regression 
method was chosen because of the dichotomous nature of the 
independent variable (ENROLL).  This method eliminates the 
unboundedness problem found in the linear probability model 
by using a variant of the cumulative logistic distribution. 
Additionally, logistic regression models the relationship 
between binary dependent variables and the explanatory 
variables.   
E. METHODOLOGY: RETURN ON INVESTMENT 
The costs and benefits of the Marine for Life Program 
were also determined and analyzed.  The final costs of the 
program were compared to the benefits of unemployment 
expenses avoided, thus, estimating the Return On Investment 
(ROI).  The economic graphic table used for the model was 
found in Boardman (2000).    
1. Program Costs to Government 
To effectively determine the cost of the Marine for 
Life Program and the unemployment cost per year for the 
Marine Corps, the author solicited the total cost of the 
program from the Marine for Life Program officer in charge 
and the acting budget analyst paying the unemployment bill.  
From 2004 to 2005, approximately $3.8 million dollars were 
spent creating and developing the Marine for Life Program 
$1.7 million in 2004 and $2.1 million in 2005 (Swisher, 
2005).   
In recent years, the cost of unemployment for the 
Marine Corps has greatly increased.  According to Joann 
Davis (a budget analysis for the Marine Corps), the United 
States Marine Corps paid out $55.1 million dollars of 
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unemployment benefits  to the Department of Labor (DOL) in 
Fiscal Year 2003.  In Fiscal Year 2004, the Marine Corps 
paid $82 million and $64 million in 2005 (Davis, 2005)-a 
major deduction (18 million) in unemployment expenses.  
2. Returns to Government/Society 
The first objective of the Marine for Life Program is 
to assist transitioning Marine and their families back into 
the civilian sector.  The second objective of the Marine 
for Life Program was to impact the number of weeks 
transitioning Marines are unemployed and collecting 
unemployment benefits.  The budgetary return is measured by 
reductions in the unemployment expenses of the Marine 
Corps.      
F. ASSUMPTIONS 
In order to conduct and complete this study, several 
assumptions were made.  Five of the explanatory variables 
(AGE, PRES_RANK, EDUCATION, HOME STATE, and MOS) can change 
over the course of a military career.  Age obviously 
changes every year and switches AGECLASSES within the two 
years of observed data.  A member may have been an enlisted 
member longer than an officer.  Education status could have 
changed between the time they enrolled in the program and 
when they left the Marine Corps.  A member, once discharged 
might not transfer back to his/her their original Home of 
Record; he/she might relocate to another state.  A member 
may change MOS and occupation over the course of a career.  
Accordingly, it is assumed that the observations within the 
data set reflect the most recent record (and those records 
are up to date).  Finally, it is assumed that the Marine 
Corps retention goal for first term Marines is 25 percent. 
These numbers are remarkable.  For every Marine retained in 
the Marine Corps, three other Marines are exiting. 
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This has been true for the Marine Corps for years.  
The Corps desires the majority of its workforce to be 
between 18 to 23 years of age.  This is a major factor in 
developing, and managing transition programs for over 
30,000 Marines leaving the Corps each year.  
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IV. DATA ANALYSIS 
This chapter presents the results of the Marine for 
Life Program enrollment analysis.  Demographic 
characteristics were included in the regression model to 
determine if any of them affected the enrollment or 
participation decision in the Marine for Life Program. 
Table 2 provides enrollment status sorted by Personal 
Characteristics of race, minority status, gender, enlisted, 
rank, and age.  Table 3 provides enrollment status sorted 
by Education Characteristics of highest education level 
achieved, such as, Non high school degree, high school 
degree, two year college, four year college, and Masters 
degree.  Table 4 displays enrollment status sorted by 
Geographic Characteristics represented by United States 
Census regions.  Table 5 concludes with the enrollment 
status sorted by Career Characteristics, includes GCT 
Score, MOS type (Table 6), Separation Discharge type (Table 
7), and Prior enlisted status.  Table 8 displays the final 
results of the Regression Analysis and includes the 
estimated parameters, Pr> ChiSq, and partial effects. 
Tables 2, 3, 4, and 5 also show results for both the 
original variables and the dummy variables.  The first 
column contains the variable name.  The second and third 
columns provide the actual number of Marines who were Not 
Enrolled (NO=0) or were Enrolled (YES=1) in the Marine for 
Life Program.  The fourth column displays the total number 
in each dummy variable category, adding up to approximately 
60,185.  Columns five and six portray the percentages 
enrolled and not enrolled for each category of each 
variable.  Columns seven and eight display the percentage 
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of the total observation (60,185) that each sub-group makes 
up.  The last column displays the overall percentage of the 
original variable for each category.  The overall total of 
Marines Not Enrolled is 44,298 (73.60%) and the Enrolled 
total is 15,887 Marines (26.40%), which as previously 
noted, results in 60,185 usable observations. 
A.  PERSONAL CHARACTERISTICS 
Table 2 provides enrollment status sorted by Personal 
Characteristics, including race, minority status, gender, 
rank, and age.  Race was initially broken down into binary 
dummy variables of AMERIND, ASIAN, BLACK, PACISD, WHITE, 
and DTR (Declined to Respond).  American Indian (AMERIND) 
has the highest percentage enrolled (44.98%) and Pacific 
Islander (PACISD) has the lowest percentage enrolled 
(13.33%).  The study used another approach to race and 
separated whites and minorities, revealing that whites had 
a 25.57 enrollment percentage, and minorities had a 28.92 
enrollment percentage. By gender, FEMALES had a higher 
percentage enrolled (30.09%), with MALES enrolled at 26.17 
percent.  Total number of females in our sample was 3,499 
and males numbered 56,686.  
By rank, enlisted Marines enrolled 25.32 percent of 
the time, compared to the officers who enrolled at 36.47 
percent.  Total number of enlisted was 54,385; officers 
total was 5,800.  The ranks were also broken down 
individually.  The results display an increasing percentage 
enrolled from E2 through E8, however, E1 through E4 
enrollment percentages are extremely low (6-12%).  Senior 
enlisted (E6 through E8) Marines have an extremely high 
percentage enrolling, probably due to approaching 
retirement and looking for a job to support families.  The 
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officer’s enrollment percentage is high for the prior 
enlisted levels (O1E, O2E, and O3E).  Additionally, W1 
through W3 reveals very high percentages for enrollment.      
Age was divided into five age classes; AGECLASS1 
displays ages 16-23; AGECLASS2, 24-31; AGECLASS3, 32-39; 
AGECLASS4, ages 40-47; and AGECLASS5, 48-55.  AGECLASS2 has 
the highest total number, but the second lowest enrollment 
percentage. AGECLASS4 provides the highest percentage at 
65.22 percent enrollment, which is consistent with military 
retirement.  Unfortunately, the highest separations are 
first term Marines in AGECLASS1, which show the lowest 

















Table 2.   Frequencies of Enrolled by Personal 
Characteristics (Race, Minority, Gender, 
Enlisted, Rank, and Age) 
 
VARIABLE NOT ENROLLED ENROLLED N MEAN
RACE_CODE NO =0 YES =1 TOTAL # % NOT ENROLL % ENROLL TOTAL %-0 TOTAL %-1 TOTAL
A (amerind) 170 139 309 55.02% 44.98% 0.38 0.87 0.51%
B (asian) 944 211 1155 81.73% 18.27% 2.13 1.33 1.92%
C(black) 6061 2768 8829 68.65% 31.35% 13.68 17.42 14.67%
D (pacisd) 78 12 90 86.67% 13.33% 0.18 0.08 0.15%
E (white) 33773 11604 45377 74.43% 25.57% 76.24 73.04 75.40%
F (dtr) 3272 1153 4425 73.94% 26.06% 7.39 7.26 7.35%
TOTAL 44298 15887 60185 100 100 100.00%
73.60% 26.40%
NO =0 YES =1 TOTAL # % NOT ENROLL % ENROLL TOTAL %-0 TOTAL %-1 TOTAL
WHITE 33773 11604 45377 74.43% 25.57% 76.24 73.04 75.40%
MINORITY 10525 4283 14808 71.08% 28.92% 23.76 26.96 24.60%
TOTAL 44298 15887 60185 100 100 100.00%
73.60% 26.40%
GENDER NO = 0 YES =1 TOTAL # % NOT ENROLL % ENROLL TOTAL %-0 TOTAL %-1 TOTAL
FEMALE 2446 1053 3499 69.91% 30.09% 5.52 6.63 5.81%
MALE 41852 14834 56686 73.83% 26.17% 94.48 93.37 94.19%
TOTAL 44298 15887 60185 100 100 100.00%
73.60% 26.40%
RANK NO = 0 YES =1 TOTAL # % NOT ENROLL % ENROLL TOTAL %-0 TOTAL %-1 TOTAL
ENLISTED 40613 13772 54385 74.68% 25.32% 91.68 86.69 90.36%
OFFICER 3685 2115 5800 63.53% 36.47% 8.32 13.31 9.64%
TOTAL 44298 15887 60185 100 100 100.00%
73.60% 26.40%
PRES_RANK NO = 0 YES =1 TOTAL # % NOT ENROLL % ENROLL TOTAL %-0 TOTAL %-1 TOTAL
E1 730 105 835 87.43% 12.57% 1.65 0.66 1.39%
E2 1967 121 2088 94.20% 5.80% 4.44 0.76 3.47%
E3 9796 729 10525 93.07% 6.93% 22.11 4.59 17.49%
E4 15545 1877 17422 89.23% 10.77% 35.09 11.81 28.95%
E5 10766 5098 15864 67.86% 32.14% 24.3 32.09 26.36%
E6 1140 2248 3388 33.65% 66.35% 2.57 14.15 5.63%
E7 403 1832 2235 18.03% 81.97% 0.91 11.53 3.71%
E8 193 1295 1488 12.97% 87.03% 0.44 8.15 2.47%
E9 73 467 540 13.52% 86.48% 0.16 2.94 0.90%
O1 41 12 53 77.36% 22.64% 0.09 0.08 0.09%
O1E 2 7 9 22.22% 77.78% 0 0.04 0.01%
O2 96 75 171 56.14% 43.86% 0.22 0.47 0.28%
O2E 7 26 33 21.21% 78.79% 0.02 0.16 0.05%
O3 1153 476 1629 70.78% 29.22% 2.6 3 2.71%
O3E 43 118 161 26.71% 73.29% 0.1 0.74 0.27%
O4 1141 485 1626 70.17% 29.83% 2.58 3.05 2.70%
O5 749 339 1088 68.84% 31.16% 1.69 2.13 1.81%
O6 300 95 395 75.95% 24.05% 0.68 0.6 0.66%
O7 4 1 5 80.00% 20.00% 0.01 0.01 0.01%
O8 1 2 3 33.33% 66.67% 0 0.01 0.00%
O9 1 1 2 50.00% 50.00% 0 0.01 0.00%
W1 7 36 43 16.28% 83.72% 0.02 0.23 0.07%
W2 31 111 142 21.83% 78.17% 0.07 0.7 0.24%
W3 44 191 235 18.72% 81.28% 0.1 1.2 0.39%
W4 53 109 162 32.72% 67.28% 0.12 0.69 0.27%
W5 12 31 43 27.91% 72.09% 0.03 0.2 0.07%
TOTAL 44298 15887 60185 100 100 100.00%
73.60% 26.40%
AGE NO = 0 YES =1 TOTAL # % NOT ENROLL % ENROLL TOTAL %-0 TOTAL %-1 TOTAL
AGECLASS1 (16-23) 8821 1031 9852 89.54% 10.46% 19.91 6.69 16.37%
AGECLASS2 (24-31) 29100 7812 36912 78.84% 21.16% 65.69 49.17 61.33%
AGECLASS3 (32-39) 4210 3134 7344 57.33% 42.67% 9.5 19.73 12.20%
AGECLASS4 (40-47) 1685 3160 4845 34.78% 65.22% 3.8 19.89 8.05%
AGECLASS5 (48-55) 344 525 869 39.59% 60.41% 0.78 3.3 1.44%
TOTAL 44160 15662 59822 99.68 98.78 99.40%
73.82% 26.18%  
Source: Author. 
39 
B.  EDUCATION CHARACTERISTICS 
Table 3 shows enrollment participation sorted by years 
of education and by education level.  Binary dummy 
variables were created to identify the different education 
levels.  A Marine with an education level code of 9, 10, or 
11 years was classified as a non high school degree 
graduate (NHSDG).  A Marine with 12 years of education was 
considered a high school degree graduate (HIGHSCHLDG).  A 
Marine with an education level code of 13 or 14 was 
displayed as having two years of college (TWOYRCOLLEGE).  A 
Marine with a 15 or 16 education level code was classified 
as having a four years college (FOURYRCOLLEGE).  Finally, a 
Marine with 17 or 18 years of education was portrayed as 
having a master’s degree (MASTERS).  A NHSDG was least 
likely to enroll (7.86%).  A Marine with a MASTERS was more 
likely to enroll than any other group, at 39.11 percent.  
High school graduates were the largest group (48,717), but 






















Table 3.   Frequencies of Enrolled by Education 
Characteristics (Years of Education) 
 
VARIABLE NOT ENROLLEDENROLLED N MEAN
EDUC_LEVEL NO = 0 YES =1 TOTAL # % NOT ENROLL% ENROLL TOTAL %-0 TOTAL %-1 TOTAL
0 64 8 72 88.89% 11.11% 0.14 0.05 0.12%
1 0 1 1 0.00% 100.00% 0 0.01 0.00%
7 2 0 2 100.00% 0.00% 0 0 0.00%
8 5 2 7 71.43% 28.57% 0.01 0.01 0.01%
9 11 2 13 84.62% 15.38% 0.02 0.01 0.02%
10 125 11 136 91.91% 8.09% 0.28 0.07 0.23%
11 297 25 322 92.24% 7.76% 0.67 0.16 0.54%
12 36583 12134 48717 75.09% 24.91% 82.58 76.38 80.95%
13 1199 446 1645 72.89% 27.11% 2.71 2.81 2.73%
14 895 733 1628 54.98% 45.02% 2.02 4.61 2.70%
15 178 84 262 67.94% 32.06% 0.4 0.53 0.44%
16 4092 1897 5989 68.33% 31.67% 9.24 11.94 9.95%
17 597 495 1092 54.67% 45.33% 1.35 3.12 1.81%
18 167 32 199 83.92% 16.08% 0.38 0.2 0.33%
19 83 17 100 83.00% 17.00% 0.19 0.11 0.17%
TOTAL 44298 15887 60185 99.99 100.01 100.00%
73.60% 26.40%
LEVELS NO = 0 YES =1 TOTAL # % NOT ENROLL% ENROLL TOTAL %-0 TOTAL %-1 TOTAL
NHSDG 422 36 458 92.14% 7.86% 0.95 0.23 0.76%
HIGHSCHDG 36583 12134 48717 75.09% 24.91% 82.58 76.38 80.95%
TWOYRCOLLEGE 2094 1179 3273 63.98% 36.02% 4.73 7.42 5.44%
FOURYRCOLLEGE 4270 1981 6251 68.31% 31.69% 9.64 12.47 10.39%
MASTERS 847 544 1391 60.89% 39.11% 1.91 3.42 2.31%
TOTAL 44216 15874 60090 99.81 99.92 99.84%
73.58% 26.42%  
Source: Author. 
 
C.  GEOGRAPHIC CHARACTERISTICS 
Table 4 shows enrollment participation sorted by 
geographic areas (DIVISION1 through DIVISION9).  DIVISION1 
shows the lowest enrollment percentage (13.11%) in New 
England.  The highest percentages are DIVISION4 (Midwest) 
with 83.17 percent and DIVISION7 (West South Central) with 
81.42 percent. Most of the Marines come from DIVISION2 
(Middle Atlantic) and DIVISION5 (South Atlantic), 30.88 
percent and 31.54 percent respectively.  The total 
enrollment percentage is the lowest in the OTHERDIV 
category.   This may indicate that there could be some room 
for improvement in OTHERDIV.  For example, by utilizing the 
data in this thesis, the Marine for Life Program could 
focus more attention on those Marines who are not citizens 
and are relocating outside the United States.  Furthermore, 
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the program could be expanded to include jobs postings 
outside the United States, which would help their mission 
to aid exiting Marines.     
 
Table 4.   Frequencies of Enrolled by Geographic 
Characteristics (Divisions of US States by 
Census Regions)  
 
VARIABLE NOT ENROLLEDENROLLED N MEAN
US AREAS NO = 0 YES =1 TOTAL # % NOT ENROLL % ENROLL TOTAL %-0 TOTAL %-1 TOTAL
DIVISION1 (New England) 5786 873 6659 86.89% 13.11% 13.06 5.5 11.06%
DIVISION2 (Middle Atlantic) 15694 2889 18583 84.45% 15.55% 35.43 18.18 30.88%
DIVISION3 (East North Central) 4264 3275 7539 56.56% 43.44% 9.63 20.61 12.53%
DIVISION4 (Midwest) 241 1191 1432 16.83% 83.17% 0.54 7.5 2.38%
DIVISION5 (South Atlantic) 15696 3288 18984 82.68% 17.32% 35.43 20.7 31.54%
DIVISION6 (East South Central) 588 1100 1688 34.83% 65.17% 1.33 6.92 2.80%
DIVISION7 (West South Central) 609 2668 3277 18.58% 81.42% 1.37 16.79 5.44%
DIVISION8 (Mountain) 531 226 757 70.15% 29.85% 1.2 1.42 1.26%
DIVISION9 (Pacific) 730 321 1051 69.46% 30.54% 1.65 2.02 1.75%
OTHERDIV (outside US) 159 56 215 73.95% 26.05% 0.36 0.35 0.36%




D.  CAREER CHARACTERISTICS 
Table 5 displays results for GCTSCORE, MOS, SEPARATION 
DISCHARGE CODES, and PRIOR ENLISTED. The variable GCTSCORE 
was created using a binary breakdown of GCT scores above 
and below 125.  The Enrolled percentage is 27.06 and the 
Not Enrolled percentage is 72.94 for those with scores 
greater than 125.  The enrollment percentage for Marines 
with a GCT score below 125 is 26.30 percent and the Not 
Enrolled percentage is 73.70 percent.  About 88 percent of 
Marines had a score below the 125 mark.  The Military 
Occupation Specialty (MOS) variable was broken down into 
COMBATARMS, COMBATSUPPORT, COMBATSERVSUPPORT, and OTHERMOS 
categories.  COMBATARMS included 79.89 percent of Marines 
Not Enrolled and 20.11 percent Enrolled.  COMBATARMS was 
the occupational category for 24.95 percent of the sample.  
COMBATSUPPORT displayed 71.32 percent Not Enrolled and 
28.68 percent Enrolled. COMBATSERVSUPPORT provided 73.34 
percent Not Enrolled and 26.66 percent Enrolled.  OTHERMOS 
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included MOS’s not fitting the other three criteria.  
OTHERMOS included 3.68 percent of the observations.   
 
Table 5.   Frequencies of Enrolled by Career 
Characteristics (GCT Score, MOS, Separation 
Discharges, and Prior Enlisted) 
 
VARIABLE NOT ENROLLED ENROLLED N MEAN
GCT SCORE NO = 0 YES =1 TOTAL # % NOT ENROLL % ENROLL TOTAL %-0 TOTAL %-1 TOTAL
GREATER THAN 125 5396 2002 7398 72.94% 27.06% 12.18 12.6 12.29%
LESS THAN 125 38902 13885 52787 73.70% 26.30% 87.82 87.4 87.71%
TOTAL 44298 15887 60185 100 100 100%
73.60% 26.40%
MOS NO = 0 YES =1 TOTAL # % NOT ENROLL % ENROLL TOTAL %-0 TOTAL %-1 TOTAL
COMBATARMS 11995 3020 15015 79.89% 20.11% 27.08 19.01 24.95%
COMBATSUPPORT 10129 4073 14202 71.32% 28.68% 22.87 25.64 23.60%
COMBATSERVSUPPORT 21089 7666 28755 73.34% 26.66% 47.61 48.25 47.78%
OTHERMOS 1085 1128 2213 49.03% 50.97% 2.45 7.1 3.68%
TOTAL 44298 15887 60185 100.01 100 100.00%
73.60% 26.40%
SEP DISCHARGES NO = 0 YES =1 TOTAL # % NOT ENROLL % ENROLL TOTAL %-0 TOTAL %-1 TOTAL
KHC1 0 3382 3382 0.00% 100.00% 0 21.29 5.62%
KHC2 0 2390 2390 0.00% 100.00% 0 15.04 3.97%
MBK1 22527 2820 25347 88.87% 11.13% 50.85 17.75 42.12%
MBK2 6185 177 6362 97.22% 2.78% 13.96 1.11 10.57%
MBK3 2360 492 2852 82.75% 17.25% 5.33 3.10 4.74%
MBK5 10841 1251 12092 89.65% 10.35% 24.47 7.87 20.09%
NBD1 0 1662 1662 0.00% 100.00% 0 10.46 2.76%
MCF1 501 75 576 86.98% 13.02% 1.13 0.47 0.96%
FGQ2 450 14 464 96.98% 3.02% 1.02 0.09 0.77%
KBK3 220 333 553 39.78% 60.22% 0.5 2.1 0.92%
OTHERSEP 1214 3286 4500 26.98% 73.02% 2.74 12.83 7.48%
TOTAL 44298 15882 60180 100 92.11 100.00%
73.61% 26.39%
PRIORENL NO = 0 YES =1 TOTAL # % NOT ENROLL % ENROLL TOTAL %-0 TOTAL %-1 TOTAL
PRIORENL 199 629 828 24.03% 75.97% 0.45 3.96 1.38%
NOT PRIOR 44099 15258 59357 74.29% 25.71% 99.95 96.04 98.62%
TOTAL 44298 15887 60185 100.4 100 100.00%
73.60% 26.40%  
Source: Author. 
 
Table 6 lists the MOS and descriptions under each 
occupational group, which reveals how the MOS fit in each 
category.  The broad occupational groups were named Combat 






Table 6.   Primary Military Occupational Specialties 
Assigned to Occupational Fields 
 
MOS Description MOS Description
03XX Infantry 08XX Artillery
18XX Tank and Assault Amphibian Vehicle
02XX Intelligence 05XX Marine Air Ground Task Force Plans
13XX
Engineer, Construction,
Facilities and Equipment 21XX Ordance
23XX
Ammunution and Explosive
Ordance Disposal 25XX Operational Communications
26XX
Signals Intelligence / Ground
Electronics 60/61XX Aircraft Maintenance
63/64XX Avionics 65XX Aviation Ordance
72XX
Air Control / Air Support / Anti-air
Warfare / Air Traffic Control 73XX Navigation Officer / Enlisted Flight Crews
75XX
01XX Personnel and Administration 04XX Logistics
06XX Command and Control Systems 11XX Utilities
28XX Ground Electronics Maintenance 30XX Supply Administation and Operations
31XX Traffic Management 33XX Food Service
34XX Financial Management 35XX Motor Transport
40XX Data Systems 41XX Marine Corps Exchange
43XX Public Affairs 44XX Legal Services
46XX Visual Information 55XX Music
57XX Nuclear, Biological and Chemical 58XX Military Police and Corrections
59XX Electronic Maintenance 66XX Aviation Logistics
68XX
Meteorological and Oceangraphic
(METOC) Services 70XX Airfield Services
Combat Arms Occupational Group
Combat Support Occupational Group
Combat Service Support Occupational Group
 
Source: O’Brian (2002). 
 
Table 7 reveals the Separation Code, total number of 
Marines separated under this code, percentage of overall 
number, and description of what the code stands for.  The 
separation code variables include reasons for separation 
accounted for at least .75 percent of the total.  The 
OTHERSEP variable includes reasons for separation that 





Table 7.   Separation Codes, Frequencies, and Descriptions 
 
CODE TOTAL NUMBER PERCENTAGE DISCRIPTION
KHC1 3382 5.62% Vol Dis (Imm Enlist or Reenlist)
KHC2 2390 3.97% Vol Dis (Early)(Imm Enlist or Reenlist)
MBK1 25,347 42.12% Vol Rel/TR (Comp of Req Active Service)
MBK2 6362 10.57% Vol Rel/TR (Comp of Req Service)(IADT)
MBK3 2852 4.74% Vol Rel/TR (Exp of Active Obl Service USMCR)
MBK5 12,092 20.09% Vol Rel/TR (Comp of Req Service-Recall ACDU)
NBD1 1662 2.76% TR to FMCR (Sufficient Service for Retirement)
MCF1 576 0.96% Vol Rel (To Attend School)
FGQ2 464 0.77% Resign (Intradept TR) Com Serv Req
KBK3 553 0.92% Vol Rel (Comp of Req Active Service) USMCR
OTHERSEP 4500 7.48% All other Discharges
60180 100.00%  
Source: Author. 
The results in Table 5 show that all Marines 
discharged under KHC1, KHC2, and NBD1 were enrolled in the 
Marine for Life Program.  Additionally, the results reveal 
that some separation codes have very high percentages not 
enrolled in the program, such as, MBK1 (88.87%), MBK2 
(97.22%), MBK3 (82.75%), MBK5 (89.65%), MCF1 (86.98%), and 
FGQ2 (96.98%).  These numbers are extremely high indicating 
that and more focus should be directed towards Marines 
separating for these reasons. 
Table 5 also reveals PRIORENL, that 828 (1.38% of the 
sample) Marines were prior enlisted; 24.03 percent of these 
Marines were Not Enrolled while 75.97 percent did Enroll.  
When compare to a Marine not prior enlisted (59,357 
Marines), 25.71 percent were enrolled and 74.29 percent 
were not enrolled in the Marine for Life Program. 
E.  BASE CASE 
The base case characteristics associated with  each of 
the independent variables are: white, enlisted, male, with 
a GCT score less than 125, aged between 16-23, high school 
graduate, from New England states, working in a MOS of 
combat service support, not prior enlisted, and separated 
under MBK1 (vol/rel completion of active service).  
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F. REGRESSION ANALYSIS RESULTS 
The results for the logistic regression model are 
presented below.  Table 8 displays the results of the 
enrolled participation regression, containing 60,184 
observations of separated Marines, either enrolled or not 
enrolled in the Marine for Life Program.  Table 8 also 
includes the estimated coefficients, standard errors, Wald 
ChiSq statistics, Pr> ChiSq two-tailed, Pr> ChiSq one-tail 
with associated significance levels, partial effects, and 
Predicted y for the partial effects.  Finally, each of the 

































INTERCEPT*** -2.9209 0.0721 1639.8215 0.0001 0.00005
BASE 0 0.05113
FEMALE*** 0.2779 0.0608 20.88 0.0001 0.00005 0.0153 0.06643
OFFICER -0.0843 0.0886 0.9066 0.341 0.1705 -0.00394 0.04719
MINORITY*** 0.2078 0.371 31.4237 0.0001 0.00005 0.01108 0.06221
AGECLASS2** 0.0863 0.0474 3.324 0.0683 0.03415 0.00436 0.05549
AGECLASS3** -0.126 0.0668 3.5574 0.0593 0.02965 -0.00578 0.04535
AGECLASS4 -0.00797 0.0792 0.0101 0.9199 0.45995 -0.00038 0.05075
AGECLASS5 0.124 0.1326 0.8737 0.3499 0.17495 0.00636 0.05749
NHSDG* -0.3499 0.2249 2.4215 0.1197 0.05985 -0.01454 0.03659
TWOYRCOLLEGE*** 0.1739 0.0684 6.4629 0.011 0.0055 0.00913 0.06026
FOURYRCOLLEGE 0.0375 0.0758 0.245 0.6207 0.31035 0.00185 0.05298
MASTERS* 0.1482 0.1093 1.8409 0.1748 0.0874 0.00769 0.05882
DIVISION2 0.0755 0.0603 1.5684 0.2104 0.1052 0.00379 0.05492
DIVISION3*** 1.5049 0.062 589.3039 0.0001 0.00005 0.14416 0.19529
DIVISION4*** 3.3245 0.0993 1120.8378 0.0001 0.00005 0.54844 0.59957
DIVISION5 0.0552 0.0603 0.8374 0.3602 0.1801 0.00275 0.05388
DIVISION6*** 2.2711 0.0876 671.9906 0.0001 0.00005 0.2919 0.34303
DIVISION7*** 3.3761 0.0747 2042.949 0.0001 0.00005 0.56076 0.61189
DIVISION8*** 0.7707 0.1325 33.8172 0.0001 0.00005 0.05319 0.10432
DIVISION9*** 0.8128 0.1127 51.978 0.0001 0.00005 0.05718 0.10831
OTHERDIV*** 0.9072 0.2186 17.2172 0.0001 0.00005 0.06665 0.11778
GCTSCORE -0.0497 0.0487 1.0431 0.3071 0.15355 -0.00236 0.04877
COMBATARMS** -0.0787 0.0385 4.1824 0.0408 0.0204 -0.00368 0.04745
COMBATSUPPORT*** -0.0936 0.039 5.7777 0.0162 0.0081 -0.00436 0.04677
OTHERMOS* -0.1371 0.092 2.2194 0.1363 0.06815 -0.00626 0.04487
KHC1 20.8111 191.6 0.0118 0.9135 0.45675 0.94887 1
KHC2 20.825 228 0.0083 0.9272 0.4636 0.94887 1
MBK2*** -1.3881 0.0859 261.388 0.0001 0.00005 -0.03786 0.01327
MBK3*** 0.5831 0.0652 79.9659 0.0001 0.00005 0.03691 0.08804
MBK5 -0.00594 0.0418 0.0202 0.887 0.4435 -0.00029 0.05084
NBD1 20.8423 275.5 0.0057 0.9397 0.46985 0.94887 1
MCF1* 0.1778 0.1383 1.6532 0.1985 0.09925 0.00935 0.06048
FGQ2*** -1.3304 0.2931 20.6051 0.0001 0.00005 -0.03708 0.01405
KBK3*** 2.4846 0.1023 590.4387 0.0001 0.00005 0.3415 0.39263
OTHERSEP*** 3.1054 0.054 3303.3957 0.0001 0.00005 0.49487 0.546
PRIORENL*** 1.6033 0.1258 162.5653 0.0001 0.00005 0.1601 0.21123
a   The results for Pr>Chisq was divided by two in order to yield the one-tailed test results
*** Statistically Significant at the .01 level.
** Statistically Significant at the .05 level.








Table 8 displays the significance of the explanatory 
variables in explaining the dependant variable, ENROLL.  
The Estimated Coefficients in Table 8 show the change in 
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log (p / 1-p) for a one unit increase in x, while the 
partial effects show the increase in probability of 
enrolling for a one unit change in x.  The standard error 
displays the normal errors of the parameter estimates.  The 
Wald Chi-Square is obtained by dividing the parameter 
estimate by its standard error.  The Pr > Chi-Square is the 
p-value (Two-tail) of the Wald Chi-Square statistic for one 
degree of freedom.  Significant levels are indicated with 
*, **, or *** stars beside the variables.  The one-tale p-
value column is computed by dividing the first p-value by 
2.  The explanatory variables FEMALE, MINORITY, 
TWOYRCOLLEGE, DIVISION3, DIVISION4, DIVISION6, DIVISION7, 
DIVISION8, DIVISION9, OTHERDIV, COMBATSUPPORT, MBK2, MBK3, 
FGQ2, KBK3, OTHERSEP, PRIORENL are significant at the .01 
level for a one-tailed test.  The explanatory variables 
AGECLASS2, AGECLASS3, AND COMBATARMS are significant at the 
.05 level for a one-tailed test.  The explanatory variables 
NHSDG, MASTERS, OTHERMOS, and MCF1 are significant at the 
.10 level for a one-tail test. 
The results are slightly different than the 
hypothesized effects.  First, Personal Characteristics of 
AGECLASS3 and AGECLASS4 were predicted to be positive, but 
both are negative.  AGECLASS3 is the significant at the .05 
level with a one-tailed test.  Additionally, AGECLASS4 is 
not significant at any of the levels.  Furthermore, 
AGECLASS5 was predicted to be negative and the results show 
a positive sign, but not significant at any level.  The 
Education Characteristics TWOYRCOLLEGE, FOURYRCOLLEGE, and 
MASTER were all positive, as hypothesized.  NHSDG was 
predicted to be negative and the results are significant at 
the .10 level using the one-tailed test.  Geographic 
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Characteristics were all correctly hypothesized as being 
positive.  Career Characteristics indicated that MOS’s were 
all hypothesized correctly as being negative compared to 
the base case, combat service support.  All MOS groups were 
negative and significant.  Separation codes of MBK2, MBK5, 
FGQ2 were incorrectly predicted as positive.  They all 
showed a negative impact and were significant at all levels 
using a one-tailed test.    
G.  GLOBAL NULL HYPOTHESES TEST 
The global null hypothesis states that program 
participation is not influenced or affected by any of the 
demographics and characteristics included in the model.  
The alternate hypothesis would be that the program 
participation is influenced by at least one of these 
demographics and characteristics.  The independent 
variables are predicted to have a value equal to 0 under 
the global null hypothesis. 
0H : 1β  = 2β  = . . . = 0   
1H : at least one β  is not equal to 0  
The global null hypothesis test in Table 9 indicates 
that the model has a good fit, significantly better at the 
.01 level than a model with just the intercept.  The Chi-
Square statistic tested if all the explanatory variables 
have coefficients of 0.  In this case, the p-value is less 
than .01, so the null hypothesis is rejected and it can be  
concluded that at least one of the coefficients is not 0.  
The Likelihood Ratio Chi-Square is obtained by comparing 
the difference between the fitted model and a model with no 
explanatory variables.  The Score statistic compares 
derivatives of Log Likelihood function under the null 
hypothesis.  The Wald Chi-Square statistic compares 
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estimated standard errors for the null hypotheses with each 
coefficient equal to zero. All measures show that the 
Global Null Hypothesis can be rejected at all the usual 
significance levels. 
 








-2 Log L 69,473.71 30,517.42
Test Chi-Square DF Pr> ChiSq
Likelihood
Ratio 38,956.29 36 <.0001
Score 36,132.78 36 <.0001




Testing Global Null Hypothesis: BETA=0
R-Square
 
       Source: Author. 
 
H.  R-SQUARE RESULTS 
The R-Square statistics also indicate goodness of fit.  
R-square is the correlation between y and y-hat, which 
describes how well the model can predict y based on the 
corresponding x vector.  For logistic regression, R-square 
uses the difference in the log likelihood model with only 
the intercept and a model with all the explanatory 
variables. The problem with this statistic is that the 
largest possible value is less than one. The Max-rescaled 
R-square aids in adjusting for the R-square deficiencies.  
Table 9 displays the value of R-square as 0.4765 and the 
Max-rescaled R-square as 0.6959; this model, which has a 
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large number of explanatory variables, has good predictive 
ability and these statistics indicate a good fit. 
I.  CLASSIFICATION TABLE 
The classification results in Table 10 indicate a 
predicted response for each observation that is compared to 
the actual value on the dependent variable.  The 
classification table, which SAS creates, is a bias-adjusted 
table with a range from lowest to highest probability in a 
sample.  Each level of probability is recorded.  A cut-off 
is established above which an observation is classified as 
a predicted event.   The chosen classification cut-off is 
set at .26, which reflects the proportion actually 
enrolled.  The percent of the observations that were 
correctly predicted to enroll or not enroll was 89.90.  
Table 10 displays the classification results at the .10, 
.26, .50, .76, and .90 probability cut-off levels.  The 
classification output indicates that at the .10, .26, .50, 
.76, and .90 the model correctly predicts 83.1, 89.9, 90.7, 
89.1, and 87.9 percent of the observations correctly.  
Since the model has a large number of variables, it is not 










Table 10.   Classification Table for Enroll Regression Model 
 
Correct Incorrect Percentages
Prob Level Event Non-Event Event Non-Event Correct SensitivitySpecificity False Pos False Neg
0.10 13891.00 36144.00 8154.00 1996.00 83.10 87.40 81.60 37.00 5.20
0.26 12739.00 41360.00 2938.00 3148.00 89.90 80.20 93.40 18.70 7.10
0.50 12099.00 42475.00 1823.00 3788.00 90.70 76.20 95.90 13.10 8.20
0.76 9543.00 44067.00 231.00 6344.00 89.10 60.10 99.50 2.40 12.60




     
J.  PARTIAL EFFECTS 
Table 8 displays the partial effects and significance 
levels for the explanatory variables included in the logit 
model.  Furthermore, Table 8 shows how the probability of 
enrolling compares with the base case when any one variable 
is isolated and increased by one unit.  The partial effects 
show the probability of enrolling for the base case is 
0.05113.  Personal Characteristics show the probability of 
enrolling is .0153 (1.5%) higher for a female than for a 
male, 0.01108 (1.1%) higher for a minority than for a 
nonminority Marine, 0.00436 (.44%) higher for someone aged 
24-31 than aged 16-23, and -0.00578 (.58%) lower for 
someone aged 32-39 than for someone aged 16-23. 
  The partial effects for Education Characteristics is 
-0.01454 (-1.3%) lower if the Marine is not a high school 
degree graduate compared to a high school graduate, -
0.00913 (0.90%) higher if the Marine has two years of 
college compared to a high school graduate, and 0.00769 
(0.77%) higher if the Marine has a Master Degree compared 
to a high school graduate.  Additionally the partial 
effects for Geographic Characteristics are 0.14416 (14.42) 
higher if from the DIVISION3 rather than the DIVISION1 
census region, 0.54844 (55.9%) higher if from the DIVISION4 
rather than the DIVISION1 census region, 0.2919 (29.2%) 
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higher if from the DIVISION6 rather than the DIVISION1 
census region, 0.56076 (56.1%) higher if from the DIVISION7 
rather than the DIVISION1 census region, 0.05319 (5.32%) 
higher if from the DIVISION8 rather than the DIVISION1 
census region, 0.05718 (5.7%) higher if from the DIVISION9 
rather than the DIVISION1 census region, and 0.06665 (6.7%) 
higher if from the OTHERDIV rather than the DIVISION1 
census region.   
Career Characteristics showed partial effects were -
0.00368 (.34%) lower for a Marine in a COMBATARMS MOS than 
for someone in COMBATSERVSUPPORT, -0.00436 (.44%) lower for 
a Marine in a COMBATSUPPORT MOS than for someone in 
COMBATSERVSUPPORT, and -0.00626 (.63%) lower for a Marine 
in a OTHERMOS than for someone in COMBATSERVSUPPORT.   
Additionally, partial effects were -0.03786 (3.7%) lower 
for a Marine with a separation code of MBK2 rather then 
MBK1, 0.03691 (3.7%) higher for a Marine with a separation 
code of MBK3 rather then MBK1, 0.00935 (.94%) higher for a 
Marine with a separation code of MCF1 rather then MBK1, -
0.03708 (3.7%) lower for a Marine with a separation code of 
FGQ2 rather then MBK1, 0.3415 (34.2%) higher for a Marine 
with a separation code of KBK3 rather then MBK1, and 
0.49487 (49.5%) higher for a Marine with a separation code 
of OTHERSEP rather then MBK1.  Finally, partial effects 
were 0.1601 (16.01%) higher if a Marine was prior enlisted 
versus non-prior enlisted.  
K. CHAPTER SUMMARY 
This chapter displayed the results of the data 
analysis, which helped to determine what demographics and 
characteristics affected the decision of Marines to enroll 
in the Marine for Life Program.  The final results 
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indicated that Marines who are minorities, females, 
officers, E6-E8s, Ages 40-47, with a masters degree, from 
the Midwest, with a GCT score greater than 125, and a 
combat support MOS were more likely to enroll than the base 
case individual.  Additionally, all measures indicate that 
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V.  RETURN ON INVESTMENT ANALYSIS 
Return On Investment (ROI) analysis is an important 
part of assessing an investment opportunity.  If the net 
benefits out weight the costs than the investment is 
favorable.  However, if the costs out weights the benefits, 
it may not be a wise investment decision.  A business case 
analysis is presented in this chapter to determine the 
social net benefit and return on investment of the Marine 
for Life Program.  Table 11 reveals the calculated costs, 
benefits, Social Net Benefits, and ROI of the Marine for 
Life Program.  Column 1 in Table 11 displays the total 
number of Honorable Discharges per fiscal year, which is 
used to determine the costs and benefits of the Marine for 
Life Program, thus, leading to a social net benefit and ROI 
of the program.  
A. COST 
Cost is defined as both explicit (monetary) and 
implicit (non-monetary) costs of implementing a policy or 
program at the same time as developing the benefits.  The 
cost of the Marine for Life Program is displayed in both 
column 2 and column 6 of Table 11.  Column 2 was received 
from the Marine Corps Budget Analyst who ensures the bill 
is paid from DFAS to the Department of Labor.  The numbers 
represents actual payments paid to the Department of Labor 
in the specified years.   Column 6 portrays budgeting cost 
by year of the Marine for Life Program for both 2004 (1.7 
million) and 2005 (2.1 million).  Column 3 displays the 
average unemployment cost per Honorable Discharge per 
fiscal year.  The average unemployment costs per Marine 
decreased from $3899.00 in 2004 to $3103.00 in 2005.  This 
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decreased directly related to the greater number of 
honorable discharges in 2004 (21,027) versus 2005 (20,619).  
Additionally, the unemployment costs paid per year in 
column 2 decreased from 82 million in 2004 to 64 million in 
2005, a total reduction of 18 million.    
B.  BUDGETARY RETURNS 
The benefits of the Marine for Life Program are 
displayed in column 5, which is defined as unemployment 
benefits avoided.  These amounts are calculated by year by 
multiplying the number of success stories in column 4 with 
the average amount of unemployment expenses in column 3.3  
C.  OTHER BENEFITS 
The benefits by fiscal year are displayed in Table 11, 
column 7.  Other benefits to the Marines and Marine Corps 
are difficult to identify and quantify in relation to the 
Marine for Life Program, but are increasingly developing.  
These include and are not limited to the Marine for Life 
Program used as a recruiting enhancement tool, higher 
dedication from the Marines (knowing that the Corps will 
try and find a Marine another job), and a less stressful 
environment for the families, (knowing that the Corps is 
still trying to take care of their quality of life).   
The amounts, in column 7 are calculated for each year 
with the program and without the program.  The Marine for 
Life Program was not fully established in 2003; therefore, 
2003 provides a base for comparison.  In 2003, 2004, and 
2005 the Social Net Benefit to society without the program 
equals the unemployment cost.  The Social Net Benefits with 
the program in 2004 and 2005 if displayed in column 7.   In 
                     3 Column 4 represents the success stories, which were derived from 
the Marine for Life Programs’ records for both years. The number only 
represents the jobs filled, not all the other resources of the program.  
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2004, the Social Net Benefit is $2,620,921, which is 
calculated by subtracting the benefits avoided in column 5 
by the yearly budget costs listed in column 6 (Social Net 
Benefits = Unemployment Benefits Avoided – Costs). 
D.  RETURN ON INVESTMENT (ROI) 
The Return On Investment (ROI) is provided in Table 11 
and listed in column 7 for years 2004 and 2005, which 
includes amounts with the establishment of the Marine for 
Life Program.  Return on Investment in column 7 is 
calculated by dividing the Social Net Benefits by the costs 
of the program (ROI = Social Net Benefits / Costs X 100) 
and multiplying by 100.  The return on investment for 2004 
and 2005 is 154 percent and 202 percent respectively.  The 
results show a large return on investment with the use of 
the program and indicates valuable tool in enhancing, 
recruiting, and justifying the Marine for Life Programs’ 
direction, creation, responsibility, and mission for 
Marines, which focuses on the Commandants Planning Guidance 
(CPG) in 2000.       
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Table 11.   Return on Investment Analysis 
 


















20,182 55,100,000 2730.1556 0                      -   0 -55,100,000 --
2004 w/o 
M4L Prog
21,027 82,000,000 3899.7479 0                      -   0 -82,000,000 --
2004 w/ 
M4L Prog
21,027 82,000,000 3899.7479 1,108     4,320,920.72 1,700,000 2,620,921 154%
2005 w/o 
M4L Prog
20,619 64,000,000 3103.9333 0                      -   0 -64,000,000 --
2005 w/ 
M4L Prog
20,619 64,000,001 3103.9333 2,040     6,332,023.96 2,100,000 4,232,024 202%
1 The actual Honorable Discharges per year in the Marine Corps.  TFDW Both Enlisted and Officers.
2 Actual annual unemployment expenses for the Marine per year from the Department of Labor. 
3 The average unemployment expense per Honorable Discharge.  Column 2 / Column 1
4 The average number of success stories of the Marine for Life Program per year.
5 Benefits avoided are equal to (Average number of success stories X unemployment per Honorable Discharge)
6 Actual Total costs of the Marine for Life Program per year.
7 Social Net Benefit is equal to Benefits -  Cost (Net Benefit = benefit - costs)
8 Return on Investment (ROI) is equal to ROI =  Social Net Benefits / Cost X 100








VI.  CONCLUSIONS AND RECOMMENDATIONS 
This thesis set out to estimate the effectiveness of 
the Marine for Life Program in reducing unemployment costs 
for the Marine Corps.  Secondly, it also analyzed what 
demographics and personal characteristics influence 
participation in the Marine for Life Program.  Hypothesized 
characteristics include gender, age, rank, race, education, 
home of record, MOS, separation code, and prior service.  
More specifically, the thesis offered answers to the 
primary and secondary research questions using descriptive 
statistics, a logistic regression model, and a business 
case (return on investment) analysis.   
The study initially focused on the descriptive 
statistics for discharged Marines who enrolled or did not 
enroll in the Marine for Life Program.  Additionally, the 
study involved the creation of a logistic regression model 
to estimate and determine the effects of individual 
characteristics on program participation rates.  The logit 
model was used to determine the partial effects of each 
independent variable on enrollment.  Additionally, return 
on investment was calculated to determine if the Marine for 
Life Program is effective, and if the Marine Corps is 
efficiently investing in programs to build ethos while 
decreasing unemployment cost.   
A.  PRIMARY RESEARCH QUESTION ONE 
What are the characteristics of those who register for 
the program and those who do not? 
The characteristics of registered Marines are outlined 
in Tables 2, 3, 4, and 5 in Chapter IV.  The 
characteristics were categorized as Personal 
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Characteristics, Educational Characteristics, Geographic 
Characteristics, and Career Characteristics.  The 
descriptive statistics are related to those enrolled and 
not enrolled.  Marines with these characteristics were most 
likely to enroll in the Marine for Life Program: American 
Indian, Minority, Female, Officer, E7-E9, O1E, O2E, W1-W3, 
and Ages 40-55.  The lowest enrollment percentages are for 
Pacific Islander, Whites, Males, Enlisted, E1-E4, and 
AGECLASS1 (16-23). Educational Characteristics reveal the 
highest percentages enrolled among those with a Masters 
degree and the lowest for NHSDG (non-high school degree 
graduate). Geographic Characteristics display the highest 
percentages enrolled for DIVISION4 (Midwest) and DIVISION7 
(West South Central); the lowest for DIVISION1 (New 
England).  Career Characteristics display the highest 
enrollment for GCT score more than 125, OTHERMOS, KHC1, 
KHC2, NBD1, and Prior Enlisted.  The lowest percentages 
enrolled are from GCT scores less than 125, COMBATARMS, 
MBK2, FGQ2, and not Prior Enlisted.      
B.  PRIMARY RESEARCH QUESTION TWO 
What are the most important influences on 
participation? The most important influences on 
participation and enrollment are displayed in Table 12.  
The most important influences on enrolling in the Marine 
for Life Program among Personal Characteristics are being a 
female or minority.  Among the Education Characteristics, a 
Marine with two years of college is the most influenced to 
participate in the program.  The Geographic Characteristics 
results reveal that all divisions in the United States, 
except for Division 2 (Middle Atlantic) and Division 5 
(South Atlantic) are greatly influenced to participate in 
the program compared to Division 1.  Finally, the Career 
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Characteristics results reveal that COMBATSUPPORT, MBK2, 
MBK3, FGQ2, KBK3, OTHERSEP, and PRIORENL are highly 
influenced to participate in the Marine for Life Program, 
as compared to the base cases: white, enlisted, male, with 
a GCT score less than 125, aged between 16-23, high school 
graduate, from New England states, working in a MOS of 
combat service support, not prior enlisted, and separated 
under MBK1 (vol/rel completion of active service).  The 
most important influences on participation and enrollment 
were identified using a logistic regression model.  Table 
12 summarizes the results of this model for significant 
variables only. The variables with three asterisks are the 
















Table 12.   Most Important Influences on Participation. 
 




a Pr > ChiSq
one-tailed
INTERCEPT*** -2.9209 0.0001 0.00005
FEMALE*** 0.2779 0.0001 0.00005
MINORITY*** 0.2078 0.0001 0.00005
AGECLASS2** 0.0863 0.0683 0.03415
AGECLASS3** -0.126 0.0593 0.02965
NHSDG* -0.3499 0.1197 0.05985
TWOYRCOLLEGE*** 0.1739 0.011 0.0055
MASTERS* 0.1482 0.1748 0.0874
DIVISION3*** 1.5049 0.0001 0.00005
DIVISION4*** 3.3245 0.0001 0.00005
DIVISION6*** 2.2711 0.0001 0.00005
DIVISION7*** 3.3761 0.0001 0.00005
DIVISION8*** 0.7707 0.0001 0.00005
DIVISION9*** 0.8128 0.0001 0.00005
OTHERDIV*** 0.9072 0.0001 0.00005
COMBATARMS** -0.0787 0.0408 0.0204
COMBATSUPPORT*** -0.0936 0.0162 0.0081
OTHERMOS* -0.1371 0.1363 0.06815
MBK2*** -1.3881 0.0001 0.00005
MBK3*** 0.5831 0.0001 0.00005
MCF1* 0.1778 0.1985 0.09925
FGQ2*** -1.3304 0.0001 0.00005
KBK3*** 2.4846 0.0001 0.00005
OTHERSEP*** 3.1054 0.0001 0.00005
PRIORENL*** 1.6033 0.0001 0.00005
a   The results for Pr>Chisq was divided by two in order to yield the one-tailed test results
CAREER CHARACTERISTICS
*** Statistically Significant at the .01 level
** Statistically Significant at the .05 level.







C.  SECONDARY QUESTION ONE 
What are the costs and benefits of the Marine for Life 
Program (M4L)? The answer is found in the costs of and 
returns from the program.  Returns on investment of 154 and 
202 percent validate the Marine for Life Program.  Through 
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the unemployment cost avoided (Table 11): $4.3 million in 
2004 and $6.3 for 2005. 
D.  SECONDARY QUESTION TWO 
What is the impact of the program on Marine Corps’ 
unemployment expenses paid to the Department of Labor 
(Return on Investment)?   This question is answered by the 
cost savings calculated in Chapter V, which are 
encouraging.  These results indicate the advisability of 
increased funding for the program and adoption by other 
services.  The cost savings are reflected in the return on 
investment calculations.  The returns definitely outweigh 
the cost, which indicates a very good investment.  The 
results indicate that the Marine for Life Program has a 
significant effect on unemployment costs (a reduction of 31 
percent between 2004 and 2005). 
E.  NET RETURNS TO USMC 
The Net Returns are extremely high relative to cost 
and the cost of the Marine for Life Program is relatively 
low.  If the Marine for Life Program reaches more 
participants and achieves more successes, (which further 
decrease unemployment expenses), the program’s cost will 
likely increase, but the net return would also increase.  
Therefore, future return on investment is likely to be even 
higher, since program infrastructure is now a sunk cost. 
While the Marine for Life Program has, thus far, 
proven to be financially effective, and positive, 
(statistically significant) outcomes are associated with 
enrollment.  The enrollment factors analyzed here may serve 
as a foundation for concentrating future program 
initiatives.  Finally, the Marine for Life Program enhances 
the building of the Marine Corps ethos, values, morals, 
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duty, and culture by increasing and augmenting the 
relationship between the Marine Corps and Marines, which 
provides strength and honor to the Marine Corps 
institution.  
F.  RECOMMENDATIONS 
Due to the short time the Marine for Life Program has 
been in effect, follow on study is recommended.  A data 
base should be established to collect the relevant 
information, such as college enrollment, jobs searches, 
length of time on unemployment, separating location, and 
programs utilized, which will enable assessment of the 
effectiveness of the program.  In order to maximize the 
return on investment, a detailed analysis should be done in 
the future.  Costs and returns should be analyzed in 
greater detail.  A cost comparison of different veterans 
organizations’ and employment programs’ performance should 
be undertaken (utilizing both peace and war time data).            
G.  LIMITATIONS 
Data limitations include lack of unemployment 
statistics for each Marine, and length of time collecting 
benefits.  Other limitations include the lack of previous 
research on the Marine for Life Program and the short time 
the Marine for Life Program has been established.  
Additionally, a process is needed to gather information on 
the success stories to indicate ways to enhance the program 
and to guide further studies. 
H. FURTHER RESEARCH 
There are number of areas for further research that 
could benefit the analysis of the Marine for Life Program.  
Indoctrination in the program must involve the whole Marine 
Corps.  Information must be transmitted, especially towards 
E1 through E5’s, perhaps by mandating that all career 
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counselors, admin, and retention specialists inform Marines 
of the benefits of the program.  The Marine Corps could 
make it a standard procedure to sign documentation of 
acknowledgement of the Marine for Life Program.   A data 
base on program enrollment, success stories, and follow up 
interviews to track individual Marines is worth serious 
consideration.  Furthermore, more detailed data on who 
received unemployment benefits after exiting the Marine 
Corps and for how long would also have been useful.  
Cooperation among state unemployment agencies, the 
Department of Labor, and the Marine Corps would be useful 
in obtaining that data. 
A wider variety of information on enrollment-relevant 
characteristics should be collected upon enrollment.  Also 
Marines should be encouraged to report employment status to 
the Marine Corps 6 months after leaving.  This reporting 
procedure could be enhanced through the use of a bonus 
check from the Marine Corps (perhaps $1000.00) upon 
verification of outside employment.  Creation of a data 
base could be invaluable in capturing this information.   
Further research on civilian programs that are available 
and a detailed assessment comparing the programs should be 
encouraged.  Finally, another logistic regression model 
could be created to compare officers and enlisted.  
Currently, officer’s enrollment is 36.47 percent and 
enlisted enrollment is 25.32 percent. Separate regression 
models would determine if enrollment is based on different 
demographics or characteristics for officers and enlisted. 
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I.  CONCLUSION 
Based on the results of this thesis it seems likely 
that the Marine for Life Program will increase in influence 
and effectiveness as the program is refined and enhanced.  
The significance of many of the explanatory variables in 
the regression analysis reveals the importance of good 
enrollment data.  The Marine for Life Program seems to be 
well established now.  The results presented here could be 
useful to the Marine for Life Program planners and 
administrators in deciding on which areas (and Marines) 
would benefit from greater focus.     
Overall, the Marine for Life Program has been shown to 
be a valuable tool, well organized, and a very good 
investment for the Marine Corps.  As the program continues, 
annual costs should decrease and the number of participants 
should increase.  Based on factors driving enrollment and 
return on investment, it is recommended that the Marine for 
Life Program use the results of this study to identify 
directions for program enhancements.  It is recommended 
that the Marine for Life Program continue to be funded and 
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